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Preface
This practice aid is one in a series that addresses administrative matters related 
to the provision of management advisory services (MAS) to clients within the 
environment of a CPA practice. These documents will be of particular interest 
and value to those who have administrative responsibility for an MAS practice, 
but they also will be useful to anyone providing MAS as a CPA, whether as 
a sole practitioner or a partner or a staff person in a single- or multiple-office 
CPA firm.
The information provided in this series may not be directly applicable in 
every circumstance, because the nature, organization, and operation of MAS 
practices vary considerably. Professional judgment should be used to adapt 
appropriate concepts or practices described in these documents to match the 
administrative requirements of a specific MAS practice.
These practice aids do not establish binding standards or preferred prac­
tices. However, MAS practice is subject to binding Statements on Standards for 
Management Advisory Services (SSMASs). MAS practice administration as 
discussed in these documents may include quality control matters as well as 
practice management matters.
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Scope of This Practice Aid
This practice aid provides guidance in the development and management of 
the human resources function of an MAS practice. Human resources manage­
ment in MAS has unique characteristics distinct from other areas of a public 
accounting practice. This uniqueness is due to the following attributes of MAS 
practices and the professionals who staff them:
•  MAS practices usually require professionals to possess a wider variety of 
skills and traits than are needed in other environments.
•  MAS professionals often possess various specialized skills and technical 
knowledge. As a result, the firm may need to give special consideration to 
career planning. This may take the form of special counseling in defining 
career paths and subspecialties and in exploiting opportunities for per­
sonal growth.
•  The specialized skills of MAS professionals may require that they receive 
higher compensation than auditors with an equivalent amount of 
experience.
•  The MAS recruiting process may place greater emphasis on hiring 
experienced professionals than do other practice areas of the firm.
•  The MAS practice may acquire an identity that needs to be fully integrated 
with the rest of the firm.
•  The nonrecurring and unstructured nature of MAS work requires recruiting 
individuals who possess strong interpersonal and marketing skills and the 
ability to bring structure to unique projects.
This practice aid does not address the theory or process of human 
resources management in general. Rather, it focuses on the three aspects of 
the MAS process that differ most from human resources management in other 
areas of the firm: the foundation for managing MAS professionals, their recruit­
ment and selection, and the development of their careers.
Foundation of MAS Human 
Resources Management
Effective human resources management in an MAS practice is founded on two 
elements: (1) a formal planning process for the firm and its MAS practice and 
(2) a clear understanding of the roles and required skills of MAS professionals. 
Such a foundation will facilitate meeting staff needs and selecting and develop­
ing professionals.
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Mission and Plans
Thorough planning includes defining the mission of the MAS practice, identifying 
the technical and geographic scope of its services, developing strategies, 
determining the financial resources that will be committed to the practice, and 
integrating the MAS practice with the audit, tax, and other areas of the firm.
An MAS mission statement needs to be derived from and complement the 
mission of the firm. It serves as a basis for defining the MAS practice unit’s 
operating goals, organization, administration, and development. Although 
the mission statement has a long-term perspective, it needs to be reviewed 
frequently.
MAS Practice Roles
MAS professionals play five different roles within the firm: technician, staff con­
sultant, project leader, internal practice leader, and external practice leader. 
Often these roles coincide with the different stages of a professional’s career 
path. They provide the foundation for developing staffing plans, organizing the 
recruitment and development processes, and planning career development. 
Depending on the size and scope of the MAS practice, an individual may fill 
between one and five of these roles within the firm.
Technician
As a technician, the MAS professional performs technical tasks, such as pro­
gramming and testing, and, under direct supervision, conducts standard 
analyses and documents and organizes data.
Staff Consultant
Staff consultants interview client personnel and collect data. They also perform 
analyses and develop preliminary conclusions based on their research. Staff 
consultants often develop initial report drafts of findings and recommenda­
tions. In addition, they may supervise other staff consultants and technicians.
Project Leader
Project leaders plan, organize, and direct client projects and monitor project 
effectiveness and efficiency. They work with client personnel to obtain informa­
tion, provide project feedback, and define and implement corrective actions 
as required. Project leaders must also motivate, direct, and develop staff and 
technicians.
Internal Practice Leader
Internal practice leaders provide management and administrative support for 
the practice and establish and monitor quality control. In this role, these
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professionals build teamwork and cooperation by making optimal use of other 
professionals in the practice. Internal practice leaders manage more demand­
ing client engagements and work primarily with existing clients to expand 
services.
External Practice Leader
External practice leaders actively network with influential groups and individ­
uals to identify potential clients and keep alert for potential new services and 
service enhancements. They also seek commitments for client engagements 
and manage client relations. They provide practice leadership, ensuring 
responsiveness and quality in client engagements. For especially demanding 
engagements, they support internal practice leaders in building trust and 
confidence. These professionals also represent the firm or practice group in 
outside activities.
Desired Qualities of an MAS Professional
MAS professionals, like others in public accounting, need to be bright, quick 
learning, and capable of theoretical as well as practical thinking. They also 
need to demonstrate leadership in unstructured client development, supervi­
sion, and project management settings and be capable of building trust and 
credibility as they respond to client needs.
Personality traits that contribute to high-quality performance include initiative 
and a strong commitment to goals. Self-confidence, an outgoing personality, 
and the ability to work as part of a team also contribute to the success of an 
MAS professional.
In addition to these personality traits, the MAS professional requires—
1. Problem-solving skills, which themselves depend on high intelligence, 
creativity, pragmatism, and an ability to think analytically. Language and 
quantitative skills are also required.
2. Administrative skills, including attention to detail and the ability to organize 
and prioritize work activities.
3. Interpersonal skills, including poise, self-confidence, responsiveness to 
others, and ability to communicate effectively both orally and in writing.
4. Technical skills, comprising all the knowledge, tools, and techniques 
required to complete assignments.
These skills and traits are desirable for an MAS professional, but some are 
especially critical to success in certain roles. Table 1 indicates the relative 
importance of each skill or trait to each of the five roles of an MAS professional. 
In an MAS practice, these traits and skills are needed for success in business 
development as well as in client engagements.
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Table 1:
Skills  and Traits Required
in MAS Professional Roles
Role
External Internal
Practice Practice Project Staff
Skills and Traits Leader Leader Leader Consultant Technician
Problem-solving
skills
Analytical thinking I I V I V
Creativity I I V I I
High intelligence I I I I V
Pragmatism V V V I I
Quantitative skills L L I I V
Administrative skills
Attention to detail I I I V V
Ability to prioritize I V V I I
Ability to organize I V V I I
Interpersonal skills
Poise V I L L L
Responsiveness
to others V V I I L
Communication skills
(oral and written) V V V V V
Technical skills I I I V V
Personality traits
Initiative V V I I I
Commitment V V V V V
Goal orientation V V V I I
Team orientation I V V I L
Self-confidence V V I I I
Honesty V L L L L
Key: V = vital; I = important; L = less important.
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Recruitment and Selection
Although the process of identifying professional MAS candidates, evaluating 
them, and offering them employment is similar to the recruitment process for 
other CPA firm professionals, there are some significant differences. Recruiting 
MAS professionals can be more demanding for several reasons. First, the 
sources of candidates may be quite diverse. Second, candidates may gain 
required skills in various settings, making it difficult to predict how well their 
skills will serve them in an MAS consulting environment. Third, experienced 
candidates without an accounting firm background require more information 
to understand the distinctive operations of a CPA firm. Their transition to a CPA 
firm environment may require a great deal of attention and may be stressful 
and frustrating to both new employees and management. For these reasons, 
the commitment of substantial resources and management attention to the 
recruitment and selection of MAS professionals is usually justifiable.
Identifying Candidates
The first step in identifying candidates is to carefully analyze the skills required 
for the particular role. The next step is to identify the best and the brightest of 
the candidates. This requires an organized and aggressive approach with 
appropriate follow-through. Recruitment is most effective when the practice 
unit maintains continuity in its relations with referral sources.
Candidates fall into three categories: entry-level candidates, experienced 
candidates without an MAS background, and experienced MAS profes­
sionals. Different strategies are useful for identifying each type of candidate.
Entry-Level Candidates
Some colleges prepare students for direct entry into an MAS practice. These 
students may have undergraduate or graduate degrees in technical fields, 
such as computer science, accounting, finance, and engineering. They bring 
the latest technical skills, energy, and the ability to learn. Because of their lack 
of experience, however, they also require the greatest effort in training and in 
helping to adapt to a professional environment.
Recruiting entry-level individuals at college campuses is often highly com­
petitive. Some firms have a long history of attracting graduates from selected 
schools. A firm that is recruiting at a campus for the first time, however, needs 
to be prepared to spend considerable time and money on gaining the support 
of campus placement staffs, faculty, and students. The firm’s MAS practice can 
expect to devote significant effort to getting its message across to entry-level 
candidates.
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Experienced Candidates With No MAS Background
Sometimes, practice groups may seek more mature candidates or ones with 
experience and skills gained within the firm or in industry.
Intrafirm transfers. Recruiting MAS professionals from within the firm often 
reduces the risks associated with hiring outsiders while expanding the career 
opportunities of these employees. The challenges of internal recruitment 
include achieving interdepartmental cooperation and accurately evaluating a 
candidate’s ability to operate in the relatively unstructured environment of an 
MAS practice. MAS candidates developed internally bring a knowledge of the 
firm’s culture, practices, and clientele. However, like entry-level candidates they 
may require extensive training in special practice areas and MAS skills.
Industry candidates. Industry serves as a valuable source of candidates with­
out MAS experience. These individuals bring to the practice group highly 
developed skills and hands-on experience. The most reliable referral sources 
for experienced candidates from outside the firm include vendors, members of 
professional organizations, professional contacts, college faculty, licensing 
and certifying bodies, and alumni placement services.
Advertising is an easy and inexpensive means of attracting candidates. 
This method, however, may be ineffective for attracting the best candidates, 
who are generally already satisfied in their current positions and therefore do 
not routinely review classified advertisements. When advertising is used, the 
recruiter needs to take great care in writing the ad and choosing the publica­
tion in which it will appear.
Effective advertisements accurately and succinctly describe the position, 
its requirements, and its career potential. They should be written in terms suffi­
ciently general to attract a range of candidates and not discourage those 
whose experience does not exactly meet the requirements. The firm may want 
to ask for applicants’ salary history so that they can be immediately informed 
when their requirements are likely to exceed the salary being offered. Advertis­
ing also involves a significant expenditure of time on screening resumes and 
setting up and conducting interviews.
Recruiters use local, regional, national, and trade publications for advertis­
ing. Most publications will, on request, provide valuable information about their 
subscribers. The appearance and timing of an advertisement are important 
considerations. Advertisements within boxes or with borders usually attract 
more interest than do classified ads. Advertisements placed in the middle of 
the week or on Sundays, when the readership is greater, usually draw a larger 
number of respondents.
Professional recruitment firms are another effective source of industry- 
trained candidates. Although fees generally range from 20 percent to 35 percent 
of the employee’s projected first-year salary, these firms, by using their own 
organized approach and resources, can often save their clients a great deal of 
time and energy. The cost of using a recruitment firm is especially justified
6
when candidates are needed quickly, when highly skilled candidates are sought, 
or when a national search is required. Finally, several firms have found employee 
rewards for candidate referrals to be cost effective and good for morale.
Experienced MAS Professionals
Recruiters can identify candidates with MAS experience by using many of the 
same methods they rely on to identify industry-trained professionals. Sources 
include direct referrals, advertisements, and executive search or employment 
agencies.
Evaluating Candidates
The most effective methods for evaluating candidates are interviews and refer­
ence checks. These may be supplemented by psychological testing.
Interviews
Two levels of interview are effective for screening candidates. First, an introduc­
tory interview by phone or in a short meeting provides an initial impression and 
helps in assessing the candidate’s interest. Then, to screen the most qualified 
candidates, several of the firm ’s professionals conduct a second, in-depth 
interview at the firm’s office. All interviews need to be fully documented, preferably 
by means of a standardized form that lists evaluation criteria. The characteris­
tics included in table 1 may provide a basis for developing an evaluation 
criteria form.
During the in-depth interview, the interviewers devote as much time to 
describing the job’s requirements and its career potential as they do to evaluating 
the candidate. Being courteous and organized during interviews is important. 
Candidates get a positive impression if they are told about the selection process 
and are provided with helpful information about the firm and the community 
before the interview. This positive impression will be reinforced if the firm 
makes convenient travel arrangements for candidates, reimburses them 
promptly for expenses, and schedules meetings with critical people.
Reference and Background Checks
Often the best predictor of a candidate’s success is previous performance. In 
the case of a recent graduate, the firm obtains a full record of academic 
achievement and work experience, along with personal or faculty references. 
In the case of an experienced candidate, the firm checks, with the candidate’s 
approval, background and references. The objectives of these checks are to —
•  Verify the candidate’s assertions regarding schooling, compensation history, 
employment history, and accomplishments.
•  Obtain more detailed information about previous work responsibilities and 
projects and form an opinion about the candidate’s general suitability for 
the position.
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•  Obtain additional insight into strengths, weaknesses, and special qualities 
likely to affect the candidate’s success.
•  Assess the compatibility of the candidate’s character and personality with 
the position and overall organization.
Psychological Assessment
The firm may wish to have a psychologist evaluate the candidate to confirm the 
impression that has been made and to provide more insight into the candi­
date’s potential. Such an assessment, which may involve testing, job sampling, 
or other structured techniques, provides a deeper analysis of the individual’s 
nontechnical strengths and weaknesses. This information can help the firm to 
predict how likely the candidate is to succeed and may also be useful in creating 
a career development program.
Professional Accreditations
Finally, recruiters need to recognize that candidates who have met relevant 
accreditation requirements demonstrate not only their competency in basic 
skills but also the level of their career commitment and professional orientation.
Table 2 indicates the appropriateness and relative importance of the three 
methods of evaluating candidates for each of the skills and traits required of an 
MAS professional. It can also serve as a checklist that an interviewer may want 
to review before screening candidates.
Selecting Candidates
After collecting all information on the final candidates, the decision makers 
meet to determine which ones are acceptable and which one is most suited to 
the job. If a candidate is highly qualified, the group formulates an offer. If no 
candidate is acceptable, the recruiters develop a plan for beginning the 
process anew.
Making an Offer and Following Up
During interviews, such complex issues as overtime, bonuses, and career 
progression usually arise. Since the selected candidate may have additional 
questions about these issues, the recruiter needs to make the job offer in person. 
This will allow any remaining problems to be resolved. Making the offer by tele­
phone is an acceptable alternative. In either case, the firm needs to follow up 
the oral offer with a written confirmation. The confirmation includes—
•  The position title, along with a description of the position and of the role the 
new employee will be expected to play in the firm.
•  Details of base, overtime, and incentive compensation, benefits, and com­
pensation adjustment dates.
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Table 2:
Relative Importance of Assessment Methods
Desired Skills and Traits 
Problem-solving skills
Reference Psychological 
Interview Check Assessment
Analytical thinking P S
Creativity S P
High intelligence S P
Pragmatism S P
Quantitative skills S P
Administrative skills
Attention to detail P S
Ability to prioritize P S
Ability to organize S P
Interpersonal Skills
Poise P S
Responsiveness to others P S
Communication skills
(oral and written) S P
Technical skills S P
Personality traits
Initiative P S
Commitment P S
Goal orientation S P
Team orientation P S
Self-confidence P S
Honesty P S
Key: P = primary; S = secondary.
•  Details of reimbursement policies for relocation expenses and of any help 
the firm is willing to provide with relocating, banking, or other services 
during the transition.
•  The time period in which the offer will remain in effect.
•  Any special restrictions or commitments, such as a noncompete or client 
purchase agreement, that firms often require of professional employees.
The firm follows up a job offer in an organized and consistent way. This helps 
ensure that the candidate fully understands the offer, has had all questions 
properly addressed, and has gained the support of others in the firm.
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In a courteous, succinct letter, the firm informs rejected candidates that they 
were not selected. A mention of possible future consideration, when appropri­
ate, may serve to leave a positive impression.
Career Development
As the practice and staff develop, professionals need to acquire new skills or 
enhance existing ones. To help them meet increased or new demands, the firm 
needs to direct its attention to the work environment, training, performance 
review and feedback, and compensation.
Work Environment
The work environment needs to be organized to motivate MAS professionals 
effectively. The quality of the work environment is influenced by the degree of 
professionalism present, the planning of workloads, the quality of internal com­
munications, opportunities to participate in administration, and teamwork.
Professionalism
The firm needs to promote the highest standard of professionalism in work 
quality, presentation of the practice, and timely delivery of service. When the 
staff primarily consists of people with industry backgrounds, ensuring profes­
sionalism in their approach to projects and client service is especially critical.
Scheduling
Proper planning of staff work loads will demonstrate the firm’s commitment to 
the development of the MAS professional. However, planning for the long term 
and predicting trends in the types of client engagements are difficult in an MAS 
practice because of the nonrecurring nature of the work. Despite this difficulty, 
the firm needs to balance satisfying the firm’s commitments, meeting the 
client’s needs in a timely manner, recognizing personality conflicts between 
the MAS staff and client personnel, and providing challenging assignments 
to the MAS staff. In scheduling its staff, the firm also recognizes that senior 
MAS personnel usually have less chargeable time because of their greater 
marketing and training responsibilities.
Internal Communications
MAS professionals spend much of their time away from the office. Regular 
departmental staff meetings are therefore an excellent means for all members 
of the practice to learn about and address various practice management 
issues. Feedback surveys and exit interviews also assist in obtaining critical 
information and communicating with staff.
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Participation in Firm Administration
At the appropriate level in the professional’s career path, participation in 
managing the practice can be a valuable learning experience as well as a 
strong motivator. An MAS professional also needs to be encouraged to 
demonstrate initiative in enhancing service offerings and targeting new clients.
Team Involvement
MAS engagements often require bringing together individuals with different 
experiences and skills to meet the client’s requirements. This provides valuable 
opportunities for learning and builds teamwork, loyalty, and commitment.
Skill Development
Upon joining the practice, MAS professionals need to be oriented to the firm’s 
culture, management practices, services, and clients. Throughout their careers, 
they need to participate in a training program designed to enhance their skills 
and prepare them for new responsibilities. The training program needs to 
address technical, industry-related, and general consulting skills and may be 
offered both internally and externally.
Technical Skills
MAS professionals use specialized, technical skills to define and resolve client 
problems. Consequently, a program for developing and maintaining technical 
capabilities in the firm’s areas of practice is critical. For example, each of the 
four most common MAS areas—systems, finance, operations, and human 
resources—will emphasize different types of training in its program.
Systems. A systems consultant’s technical skills focus on the collection, 
analysis, and organization of information. The consultant uses basic skills to 
evaluate client information needs and develop appropriate systems solutions. 
The systems consultant may need to apply these skills to several industries. 
Potential areas for the training of systems consultants include—
•  Systems analysis and documentation.
•  Systems architecture and design.
•  Hardware and software selection.
•  Networking and data communication.
•  Data base design.
•  Industry-related software.
Finance. Financial professionals focus on collecting data and analyzing finan­
cial information, using specialized techniques and tools. Areas for their techni­
cal training include—
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•  Forecasts and projections.
•  Cash-flow analysis.
•  Investment analysis.
•  Cost accounting.
•  Budgeting.
Operations. The operations consultant focuses on analyzing the methods and 
processes used in the primary operation of the client’s business. Areas for 
technical training include—
•  Capital planning and utilization.
•  Production scheduling.
•  Service delivery/product distribution.
•  Computer-integrated manufacturing.
•  Work design and staff utilization.
Human resources. The human resources management consultant assists 
clients by developing programs that promote the efficient use and develop­
ment of personnel. Potential areas of training include—
•  Organizational planning and design.
•  Human resources information systems development.
•  Wage and salary administration.
•  Employment practices development.
•  Benefits management.
•  Organizational change management.
Industry Skills
Specific industry skills and knowledge are necessary to provide quality client 
service. These skills can be learned through in-house or external programs. 
Additionally, each professional needs to participate in relevant organizations 
and activities. Examples of these organizations include the Association for 
Systems Management, the American Bankers Association, the American 
Production and Inventory Control Society, the American Hospital Association, 
and the Data Processing Management Association.
Consulting Skills
Providing MAS requires professionals with well-developed consulting skills. 
These skills ensure their ability to assess client needs, organize and 
manage a consultation project, deliver a valuable service, and develop a 
strong client relationship. Ongoing training in the following areas contributes to 
the MAS professional’s growth and success:
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•  Project management
•  Supervision
•  Client relations
•  Report writing
•  Interviewing
•  Marketing and sales
•  Presentations
Training Methods
An effective training program includes both formal and informal programs. 
Formal Training
A formal training program requires a well-defined curriculum addressing the 
educational needs of professionals according to their specialty and experi­
ence. The curriculum can combine in-house and external training. In-house 
training is broken down into self-study courses, readings, and instructor-led 
classes. The most important component of a formal training program is the 
appointment of trained counselors who are committed to working with profes­
sionals on the development of a comprehensive annual training plan.
The firm can obtain training materials and course offerings from various 
sources. There are programs taught by several professional and educational 
organizations, such as state societies, product vendors, universities, the 
AlCPA, and other industry trade groups. The Appendix lists representative 
providers of training, along with their addresses and membership require­
ments and the types and levels of training offered.
Informal Training
Informal training includes such activities as after-hours gatherings, staff meet­
ings, mentoring, and on-the-job training. Of these, on-the-job training is likely 
to be the most valuable. Although practice aids, case studies, and readings 
provide general guidelines and valuable insights, participating in actual 
engagements under the supervision of senior staff has the most potential in 
the training of MAS professionals. By working with several senior-level pro­
fessionals, staff learn that different consulting styles are successful in different 
situations. They also learn that the professional’s relationship with the client can 
take many forms, and that consulting skills play a major role in cultivating that 
relationship. Table 3 is a list of activities that contribute to skill development.
Performance Review and Feedback
Performance reviews and feedback need to be designed to help professionals 
assess their strengths and improve their performance in critical areas. There
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Table 3:
A ctiv ities  C ontribu ting  to  Skill Development
Activity
Writing proposals 
Writing engagement letters 
Identifying potential MAS for current clients 
Creating work plans and budgets for current clients 
Reviewing files for MAS engagements 
Preparing checklists 
Preparing questionnaires 
Preparing workpapers and analyzing data 
Preparing flow charts and organization charts 
Developing implementation plans 
Completing client needs assessment forms 
Attending client and senior staff planning meetings 
Interacting with client staff 
Handling client phone calls 
Presenting alternative proposals to clients 
Reinforcing MAS staff with positive and 
consistent feedback
Overseeing the implementation of solutions 
Delivering formal presentations 
Establishing credibility through community involvement 
Marketing oneself as a CPA firm professional
Level of
Training Possible
I
I
B. I 
I, A 
B
I. A 
I, A 
B, I 
B, I 
I, A 
B, I 
B 
B
B, I, A 
I, A
I, A 
I. A 
I. A 
B, I. A 
B, I, A
Key: B = basic; I = intermediate; A = advanced.
are three approaches to this function: ongoing day-to-day reviews in the 
course of engagements, formal reviews at the conclusion of engagements, 
and formal performance reviews.
Day-to-Day Reviews
The firm assesses the consultant’s performance and communicates the 
assessment to the individual on a daily basis. This practice encourages open 
discussion and ensures that the best course of conduct for the engagement 
will be followed.
Formal Engagement Reviews
At the conclusion of an engagement, the MAS professional receives a review 
of the quality and conduct of the work performed. The review encourages con­
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structive discussion, highlighting accomplishments and pointing out areas 
where improvement is needed. Engagement reviews are written, typically on 
evaluation forms designed to address MAS-related skills and project tasks, and 
become part of the professional’s personnel file.
Formal Performance Reviews
The formal performance reviews involve assessments by both the professional 
being evaluated and the supervisor of how well the employee is meeting the 
firm’s standards and his or her own goals and objectives. As part of the review 
process, both individuals set objectives for the coming period. The profes­
sional is encouraged to offer feedback regarding the firm and, in turn, receives 
feedback on promotion potential and compensation. Formal performance 
reviews need to take place at least annually, and preferably semiannually.
Compensation
Compensation is a means of communicating the firm’s values and goals to the 
professional by expressing approval of current performance or encouraging 
change. An equitable compensation program can be a significant incentive. In 
developing such a program, the firm needs to consider several factors. The most 
important factor is the compensation received by individuals with comparable 
levels of responsibility in public practice, at other consulting organizations, and 
in other businesses. This is important because MAS professionals may be 
more inclined than accounting or tax professionals to compare their salaries 
with those outside their own field.
Other factors to consider in developing a compensation program include—
•  The contents of the total package, including base pay, overtime, bonuses, 
and profit sharing, as well as additional vacation, tuition reimbursement, and 
other perquisites.
•  The relative contribution of the professional to the financial success of the 
firm. This contribution is not necessarily measured by chargeable hours 
alone.
•  The compensation of others in the firm with similar responsibilities.
•  Incentive compensation related to the development of the practice or risk­
sharing with the firm.
•  The financial health and position of the firm.
Conclusion
In a CPA firm, the management of MAS human resources differs from that of 
other areas. To be effective, human resources management in an MAS practice
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needs to be founded on two elements: (1) formal planning for the firm and its 
MAS practice and (2) a clear understanding of the roles and skills of MAS profes­
sionals. Such a foundation will help the practice meet the firm’s needs and select 
and develop its staff.
Professionals recruited for an MAS practice often gain the skills required in 
various settings, and a public accounting firm may not be one of them. Conse­
quently, the firm may need to commit substantial financial and managerial 
resources to finding and selecting appropriate candidates and ensuring 
their smooth entry into the practice. In addition, to deploy these professionals 
effectively and to retain them, the firm needs to provide a desirable work environ­
ment, continual training, meaningful performance reviews and feedback, and 
competitive compensation.
16
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